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Editor’s Note / Mark A. Huselid | 


The Effects of Diversity on Business Performance: Report of the 
Diversity Research Network / Thomas Kochan, Katerina Bezrukova, 
Robin Ely, Susan Jackson, Aparna Joshi, Karen Jehn, Jonathan Leonard, 
David Levine, and David Thomas 3 


This article summarizes the results and conclusions reached in studies of the relationships between race 
and gender diversity and business performance carried out in four large firms by a research consortium 
known as the Diversity Research Network. These researchers were asked by the BOLD Initiative to 
conduct this research to test arguments regarding the “business case” for diversity. Few positive or 
negative direct effects of diversity on performance were observed. Instead, a number of different aspects 
of the organizational context and some group processes moderated diversity-performance relationships. 
This suggests a more nuanced view of the “business case” for diversity may be appropriate. 


a 
Individual Job-Choice Decisions and the Impact of Job Attributes and 
Recruitment Practices: A Longitudinal Field Study / Wendy R. Boswell, 
Mark V. Roehling, Marcie A. LePine, and Lisa M. Moynihan 23 


The present research is intended to contribute to the understanding of how job-choice decisions are 
made and the role of effective and ineffective recruiting practices in that process. The issues are 
examined by tracking job seekers through the job search and choice process. At multiple points in the 
process, structured interviews are used to elicit information from the job seekers pertaining to how they 
are making their decision and what factors play a role. Results provide theoretical and practical insights 
into the organizational and job attributes important to job choice, as well as how specific recruiting 
practices may exert a significant influence, positive or negative, on job-choice decisions. For example, 
our findings reinforced the importance of providing job seekers the opportunity to meet with multiple 
(and high-level) organizational constituents, impressive site-visit arrangements, and frequent and 
prompt follow-up. Also, imposing a deadline (i.e., “exploding offer”) showed little effect on job-choice 
decisions. Recommendations for recruitment practice and continued research are provided. 
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Time and Space: Reframing the Training and Development 
Agenda / Lloyd Baird, Darrell Griffin, and John Henderson 39 


In this article, we review how time and space relationships are reframing the training and 
development agenda. As the speed of business moves faster and boundaries become less 
relevant, we need ways of expanding and choosing how and when learning and development 
can take place. We need ways to target development on specific business issues and deliver 
improved performance in less time with reduced cost. We define a learning options framework 
to help organize, integrate, synthesize, and better fit training and development methodologies 
to business realities. Specific knowledge, tools, and examples are provided to show how 
organizations are identifying and choosing among development options. 


A Meta-Analysis of the Non-Monetary Effects of Employee Health 
Management Programs / Timothy DeGroot and D. Scott Kiker 53 


This study was undertaken to review the literature on employee health management programs 
(EHMPs). We explored the history and characteristics of systematic organizational efforts to 
improve workforce health and well-being. We believe that a historical perspective provides 
some insight into the economic, political, and social factors that have influenced the trend 
toward organizationally sanctioned health-promotion efforts. Further, we investigated the likely 
effects of these programs on valued-behavioral organizational outcomes such as employee 
performance, employee satisfaction, absenteeism, and voluntary turnover. Our findings show 
that voluntary general-focus programs are unrelated to job performance, and voluntary 
programs are negatively related to absenteeism, but effects on absenteeism wane when the 
program is not voluntary. Moreover, EHMPs are minimally related to job satisfaction and 
slightly related to turnover. These results, examining behavioral outcomes of EHMPs, question 
the ability of EHMPs to provide desired behavioral changes in employees, changes that 
organizations seek to maximize such as increased performance. Are EHMPs more than just 
socially acceptable programs that help individuals with health problems? 


Executive Forum: 


Designing and Implementing Global Staffing Systems: Part I— 
Leaders in Global Staffing / Darin Wiechmann, Ann Marie Ryan, 
and Monica Hemingway 71 


The creation of global HR systems remains a real challenge. This article provides an in-depth 
look at six organizations—Agilent Technologies, The Dow Chemical Company, IBM, Motorola, 
Procter and Gamble, and Shell—that have instituted globally standardized staffing tools and 

systems. The system they have created and the challenges they have faced are described. 


Designing and Implementing Global Staffing Systems: Part II— 
Best Practices / Ann Marie Ryan, Darin Wiechmann, and Monica 
Hemingway 85 


As a companion piece to Wiechmann et al. (2003), practical guidance regarding how to 
implement a global staffing system is provided. Best practices were derived from interviews 
with key informants in six organizations recognized as leading in the area of global staffing. 
Best practices related to system acceptability, development, and implementation are presented. 
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Book Reviews: 


Strategic Staffing: A Practical Toolkit for Workforce Planning. 
Thomas P. Bechet. AMACOM, 2002, 377 pages. Reviewed by Wendy 
R. Boswell. 95 


The Complete Guide to Conflict Resolution in the Workplace. Marrick 
F. Masters and Robert R. Albright. AMACOM, 2002, 343 pages. 


Reviewed by Shannon Francis. 99 


The Dynamics of Conflict Resolution. Bernard Mayer. Jossey-Bass, 
2000, 263 pages. Reviewed by Fiona Nelson. 103 


Issue 2, Summer 2003 


Editor's Note / Mark A. Huselid 107 


Downsizing Outcomes: Better a Victim Than a Survivor? / Kay Devine, 
Trish Reay, Linda Stainton, and Ruth Collins-Nakai 109 


Is it better to be laid off when a downsizing initiative is announced? We analyze the outcomes experi- 
enced by both victims and survivors involved in a major downsizing program, and present a model of 
downsizing stress. Results indicate that displaced employees, or “victims,” who secure new employment 
fare better than survivors. The victims in our study perceive higher levels of control, less stress, and 
fewer negative job strains than continuing workers, or “survivors.” These results lend credence to sug- 
gestions that stress and control are critical factors in understanding employee reactions to downsizing. 


When Executives Influence Peers: Does Function Matter? / Harvey G. 
Enns and Dean B. McFarlin 125 


Executives often spend considerable time and energy trying to influence peers to support new initia- 
tives (e.g., Conger, 1998; Enns, Huff, & Golden, 2001). That said, we know relatively little about how 
executives actually influence their peers. Using a sample of 132 executives, the present study found 
that finance executives differed the most from other executives in terms of the influence tactics and 
contexts used when influencing peers. Human resource executives also differed considerably from 
their counterparts in operations regarding influence tactics and contexts. Possible explanations, direc- 
tions for future research, and implications for management are discussed. 


The Relationship Between Performance Appraisal Criterion Specificity 
and Statistical Evidence of Discrimination / H. W. Hennessey Jr. and H. 
John Bernardin 143 


Plaintiffs’ expert witnesses in EEO cases involving performance appraisals often claim that adverse 
impact is a result of the type of rating format used. Their theory is that more specific rating criteria 
will lead to lessened adverse impact. We tested that theory by comparing data from a simple category- 
based rating system against data from a standards-based Work Planning and Review appraisal sys- 
tem with over 248,000 performance appraisals of state employees. Using logistic regression and sta- 
tistical definitions of prima facie discrimination, we found no support for the hypothesis that adverse 
impact is materially affected by criterion specificity. 


(continued ) 


it 
| 
haf 

2 


Demographics, Personality, Contact, and Universal-Diverse 
Orientation: An Exploratory Examination / Judy P. Strauss and 
Mary L. Connerley 159 


This study explores relationships between race, gender, agreeableness, openness to experi- 
ence, contact, and a measure of attitudes toward diversity—universal-diverse orientation 
(UDO). UDO consists of three attitudinal components: realistic appreciation (a cognition), 
comfort with difference (a feeling), and diversity of contact (a behavior). Results suggest that 
race, agreeableness, and openness relate to UDO attitudes, primarily due to the relationships 
of these variables with the behavioral component—diversity of contact. Identifying character- 
istics of tolerant people (e.g., agreeableness) and training managers in skills related to those 
characteristics may improve contextual performance and make managers better role models 
within the organizational context. 


Executive Forum: 


High-Level Employee Involvement at Delta Air Lines / 
Bruce E. Kaufman 


As described in this unique case study, Delta Air Lines operates one of the most advanced, 
high-level employee involvement programs in the nation. Based on in-depth field study and 
personal interviews, the development, structure, operation, and business goals of the pro- 
gram are described. The study then summarizes the business benefits and costs of this type 
of high-level employee involvement program and concludes with 12 "lessons learned." 


Book Review Editor's Note / Arup Varma 


Book Reviews: 


Success for the New Global Manager. Maxine Dalton, Chris 
Ernst, Jennifer Deal, and Jean Leslie. San Francisco: Jossey-Bass, 
2003, 204 pages. Reviewed by Pawan S. Budhwar #93 


Best Practices for Managers and Expatriates—A Guide on 
Selection, Hiring, and Compensation. Stan Lomax. New York: 
John Wiley & Sons, Inc., 2001, 320 pages. Reviewed by Arup 
Varma. 195 


Issue 3, Fall 2003 


Editor’s Note / Mark A. Huselid 197 


& 
Rynes, Colbert, and Brown Awarded Fourth Annual Ulrich & Lake 
Award for Excellence in HRM Scholarship 199 
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Liberating HR through Technology / Samir Shrivastava and 
James B. Shaw 201 


Workforce management applications are expected to drive the next phase of enterprise-wide appli- 
cations market growth. But will firms actually benefit from these applications? Horror stories of 
failed technology implementation efforts abound and hardly inspire confidence. Treating installation 
of HR technology as a form of innovation, we introduce a model that describes the technology 
implementation process. The model brings to the fore various issues that merit the attention of 
academics and practitioners alike. It appears that firms that undertake technology initiatives with a 
view to enable the HR function to focus more on value-added activities are the ones most likely to 
realize the full potential of technology. 


Promoting Organizational Learning and Self-Renewal in 
Taiwanese Companies: The Role of HRM / Bih-Shiaw Jaw and 
Weining Liu 223 


This study identifies key characteristics of human resource management (HRM) practices that 
contribute to promoting positive learning attitudes and creating a self-renewal organizational 
climate. We use a behavioral perspective to develop a framework to show the relationships 
among learning-oriented HRM, positive learning attitudes, and a self-renewal organizational cli- 
mate. Structural equation analysis is applied to empirically test the relationships and the path 
model suggests that a learning-oriented HRM plays an important role in either directly creating 
a self-renewal organizational climate or indirectly facilitating positive learning attitudes which 
foster organizational self-renewal. 


360-Degree Feedback with Systematic Coaching: Empirical 
Analysis Suggests a Winning Combination / Fred Luthans and 
Suzanne J. Peterson 243 


Wanted: High-performance work practices to gain a competitive advantage. An increasingly 
common answer to this desperate call is 360-degree programs; unfortunately, they have, at 
best, mixed reviews when empirically assessed. This study found that a way to improve the 
effectiveness of 360s may be to combine them with coaching focused on enhanced self-aware- 
ness and behavioral management. In a small manufacturer, this feedback-coaching resulted in 
improved manager and employee satisfaction, commitment, intentions to turnover, and at least 
indirectly, this firm’s performance. This feedback-coaching may be a winning combination to 
help in the competitive battles in today’s global economy. 


Executive Forum: 


HR’s Role in Corporate Governance: Present and Prospective / 


Richard W. Beatty, Jeffrey R. Ewing, and Charles G. Tharp — 257 


Corporate wrongdoing is damaging investor confidence and tarnishing the credibility of the 
U.S. business community, guilty and innocent alike. Some misdeeds are clearly criminal, oth- 
ers simply unethical or damaging to reputations. They range from “massaging” numbers 
(“managed earnings”), which tests the limits of financial prudence, to outright fraud. Caught in 
the limelight are U.S. corporate giants representing some of the world’s best-known brands 
and most famous CEOs, many only yesterday lionized in the business press. 

We have explored this issue from the perspective of the HR function through a survey of 
the senior HR professionals who attended the Human Resources Forum. The survey was aug- 
mented with focus groups. Our purpose was to understand current practices, attitudes, and 
behaviors with respect to legal standards and professional and ethical codes. We also explored 
the roles of the CEO, HR leadership, and the HR function in minimizing ethical breaches that 
have diminished investor and public trust. We hope to shed light on the responsibilities, 
actions, and risks of the HR function and its leadership now and in the future. 
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Redesigning the Human Resources Function at Lafarge / Ashok 
Som 271 


This article describes the detailed process of redesigning and implementing the human 
resources (HR) function at Lafarge. The article argues that a well-articulated and integrated 
approach of (1) recruitment, selection, and induction, (2) retraining and redeployment, (3) a 
performance appraisal system, (4) a compensation and reward mechanism, and (5) rightsizing 
is required to be aligned with the overall business strategy of the organization. It also rein- 
forces that the foundation of a value-added HR function is a business strategy that relies on 
people as a source of competitive advantage. Key challenges for Lafarge in the future include 
(1) maintaining the change momentum, (2) fast and effective integration of acquired compa- 
nies and transfer of “best practices,” and (3) attracting and retaining a diverse workforce 
through their internationalization program. 


Book Review Editor's Note / Arup Varma 289 


Book Reviews: 

At Home and Abroad: U.S. Labor Market Performance in 
International Perspective. Francine D. Blau and Lawrence M. 
Kahn. Russell Sage Foundation, 2002, 314 pages. Reviewed by 
Douglas M. Mahony 291 

Teams That Lead: A Matter of Market Strategy, Leadership Skills 


and Executive Strength. Theresa J.B. Kline. Lawrence Erlbaum 
Associates, 2003, 205 pages. Reviewed by Richard Oyen 293 


Issue 4, Winter 2003 


Special Issue: Human Resource Management 


in SMEs: A Call for More Research 
Editor’s Note / Mark A. Huselid 297 


Guest Editor's Note / Judith W. Tansky and Robert Heneman 299 


Different Ties for Different Needs: Recruitment Practices of 
Entrepreneurial Firms at Different Developmental Phases / Aegean 
Leung 303 


Entrepreneurial firms face significant challenges in attracting and acquiring needed human 
resources. That is, in addition to difficulties associated with resource constraints and organiza- 
tion legitimacy, the requirements for “person-organization fit” change substantially as these 
firms transit from start-up to growth phase. This study examines how entrepreneurial firms 
tap evolving social network ties in order to address “needs-and-fits” issues across different 
developmental stages of the firm. The findings go beyond what “strength of weak ties” and 
“structural hole” theories would suggest, and highlight the persistent use of strong and direct 
ties across developmental phases. 
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Human Resource Management Problems over the Life Cycle of 
Small to Medium-Sized Firms / Matthew W. Rutherford, Paul F. 
Buller, and Patrick R. McMullen 321 


This study uses a sample of 2,903 small to medium-sized firms to examine the manner in which 
HR problems vary over the organizational life cycle. We found that a four-stage model was appro- 
priate. Interestingly, firm age did not emerge as a significant indicator of stage—the firms’ HR 
problems varied across stages defined by growth. Training problems were highest in high-growth 
firms and lowest in low-growth firms; compensation problems were highest in moderate-growth 
firms and lowest in high-growth firms; and recruiting problems were highest in no-growth firms 
and lowest in low-growth firms. 


The Adoption of High-Involvement Practices and Processes in 
Emergent and Developing Firms: A Descriptive and Prescriptive 


Approach / Mark A. Ciavarella 337 


One of the most pressing challenges entrepreneurs face is how to do more with less. More often 
than not, the solution lies in the human resource component of the venture. As such, it is impor- 
tant that entrepreneurs understand how practices and processes designed to tap the knowledge, 
skills, and abilities of their employees can lead to greater productivity and performance. This arti- 
cle develops prescriptive arguments to implicate that adoption of involvement practices and 
processes by entrepreneurs early in the organization’s life may extend desired stages such as 
growth, or may delay or negate unwanted stages such as maturity and decline. 


Contingent Labor as an Enabler of Entrepreneurial Growth / Melissa 
S. Cardon ant 


While all firms can benefit from engaging contingent labor, due to the flexibility, real options, 
and new knowledge these workers may provide, these benefits are compounded in emerging 
organizations due to their lack of resources, legitimacy, and time to focus on HR issues. By 
carefully weighing the risks and benefits, and making purposeful and intentional decisions con- 
cerning when and what types of contingent labor to utilize, as well as how to manage and inte- 
grate them with traditional employees, emerging ventures may experience enhanced growth and 
productivity. This may be particularly true during their start-up, expansion, and diversification 
stages of development. 


a 
Strategic Human Capital Management in SMEs: An Empirical Study 
of Entrepreneurial Performance / James C. Hayton 375 


How can human resource management (HRM) practices promote entrepreneurial performance in 
small and medium-sized enterprises (SMEs)? This article discusses the association between 
human capital management (HCM) and other contemporary HRM practices and the ability of 
SMEs to be entrepreneurial. In a study of 99 SMEs, HRM practices that promote employee dis- 
cretionary behavior, knowledge sharing, and organizational learning are found to be positively 
associated with entrepreneurial performance. Two contingencies are also identified for this rela- 
tionship. First, the use of strategic HCM practices enhances the observed positive association. 
Second, these relationships are strongest for SMEs operating in high-technology industries. 
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Trust and Its Alternatives / Sharon A. Alvarez, Jay B. Barney, and 
Douglas A. Bosse 393 


Most scholarly work on trust recognizes its importance as part of a nonmarket form of gover- 
nance in exchanges between firms. However, trust is only one such governance device that can 
be used: other devices such as reputation, bargaining power, and contracts can also be used to 
govern exchanges. This article empirically examines the relationships between trust, reputation, 
bargaining power, and contracts as governance devices in agreements between smaller entrepre- 
neurial firms and larger, more established firms. The findings suggest that while the role of trust 
is an important one, it may be more effective when combined with other governance devices. 
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